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 Retaining the best employees is of high concern for most organizations and this issue has 
become a significant focus of attention for many researchers. For this reason, this paper 
discusses different factors which influence the employee turnover intention-behavior in the 
organization, specifically to examine the effect of salary, performance appraisal, training & 
development and career growth on turnover intention. In addition, based on the social exchange 
theory this paper explains the mediating role of organizational commitment in the relationship 
between human resource development factors, career growth and turnover intention. A cross 
sectional, survey data study is undertaken to investigate the relationships in a sample of 270 full 
time faculty members employed in different private universities of Pakistan.  Partial Least 
Square two step path modeling is used to test the direct and the indirect hypothesis of the study. 
The results of PLS (SEM) path modeling reveal that human resource development factors 
specially salary and performance appraisal were negatively associated with turnover intention. 
In addition, the results also indicate that career growth had significant relationships with 
turnover intention. Moreover, out of four dimensions of career growth, only two dimensions, 
namely promotion speed and remuneration growth, have strong influence on turnover intention. 
Finally, in terms of organizational commitment as mediating variable between the relationships 
of salary, performance appraisal, career growth and turnover intention, four out of six variables 
indicate partial mediation including career growth (career goal progress), career growth 
(promotion speed), career growth (remuneration growth) and performance appraisal.  
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The phenomenon of employee turnover has become a major concern of employers, as it indicates an 
ongoing challenge for contemporary practitioners and researchers (Abdulkareem et al., 2015). For 
example, In the United States of America (U.S.A.), about 7.7% of the full time faculty members from 
various universities and colleges had left their posts for other institutions (Abdulkareem et al., 2015). 
Among these academicians, only 30% were being retires, whilst the remaining 70% had left their 
institutions for number of reasons (Abdulkareem et al., 2015). Similarly, according to Long et al., 
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(2014) and Abdulkareem et al. (2015) recent estimates have indicated that from 2012 to 2015, 
approximately around 19,000 professionals, which includes medical staff, lecturer from various 
colleges and universities leave Asia-pacific every year to look for a better opportunities in Western 
countries such as United States, Canada, Germany and United kingdom, among others. Other than that, 
in the context of higher education institution of Pakistan, majority of the qualitative and quantitative 
research findings indicate that faculty turnover is one of the major problem for higher education 
institution especially in private universities of Pakistan due to high switching rate of academicians as 
compare to public universities of Pakistan (Khan et al., 2014; Mubarak, 2012; Yusoff & Khan, 2013). 
Researcher generally observed turnover and its proxy, turnover intentions as the withdrawal procedure 
of employee. Price (2001) and Cotton and Tuttle (1986), initially defined turnover behavior as “the 
movement of employee to other organizations”, whereas the term turnover intention signify “the 
employees perceived possibility of leaving the existing organization”. 
Hence, employee turnover will continue to become a serious problem faced by all organizations around 
the world and employers need to be creative in handling this problem by identifying the various factors 
to understand the reasons why employees might decide to leave their organizations (Monama, 2015). 
Generally, there are some studies to see the reasons on why employees might decide to leave their 
organizations (Abdulkareem et al., 2015). For example, majority of the previous studies have revealed 
that human resource practices may affect employees turnover intention (Giauque et al., 2010; Pirzada 
et al., 2013; Juhdi et al., 2013; Yean & Yahya, 2013; Long et al., 2014; Abdulkareem et al., 2015). 
Other than that, some studies have demonstrated that individual variables such as job alternatives, 
(Maertz & Campion, 1998); autonomy, organizational justice, job stress, pay, promotional chances, 
and social support (Kim et al., 1996); person-organization fit (O’Reilly et al., 1991); job incompatibility 
(Chun & Wang); citizenship behavior (Chen et al., 1998); task-related ability (Jackofsky & Peters, 
1983); job performance (Martin et al., 1981; McElroy et al., 2001); absenteeism (Farrel & Stamm, 
1998); organizational, work, and personal factors (Porter & Steers, 1974). But limited number of 
research works has considered human resource development factors in explaining employee turnover 
behavior. Indeed there are many studies that have been done to understand the factors that might affect 
turnover intention. Therefore, none of these studies have the career stage theory and social exchange 
theory to explain these relationships.  
To fill up this theoretical gap, the current research extend previous literature by examining 
organizational commitment as an important mechanism by which human resource practices and its 
various functions such as salary, performance appraisal, training and development and career 
management practices like career growth could be related to employee’s turnover intention. 
Organizational Commitment (OC) has long been acknowledged as the key variable in the working 
relationship that has also been widely accepted the way to decrease volunteer turnover by enhancing 
employee organization commitment (Raihan, 2012). Within the organizational settings, organizational 
commitment might be defined as “the psychological attachment felt by the employee for the 
organization or psychological state of mind which binds the individual to the organization (Allen & 
Meyer, 1990).The significant role of commitment as a mediating variable on the relationship between 
salary, performance appraisal, training and development and career management practices like career 
growth and employee’s turnover intention can be supported by social exchange theory (Blau, 1964), 
which postulates that employees’ attitudes and behaviors’ are substantially influenced by perceptions 
of organizational commitment. Hence, based on social exchange theory, it is suggested that when 
individuals perceived that they are in a good social exchange relationship with their organizations, they 
are less likely to quit their jobs. Furthermore, when individuals developed positive perception in terms 
of salary, performance appraisal, training and development and career growth, they will reciprocate by 
remaining on their present job (Abdulkareem et al., 2015). However, few studies have empirically 
tested this proposed relationship (Vandenberghe & Tremblay, 2008; Kantor, 2013; Si & Li, 2012; 
A'yuninnisa & Saptato, 2015).  
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2. Literature Review and Conceptual Framework Development 
 
2.1 Salary and Turnover Intention 
 
In this era of globalization direct financial payment which is mainly concerned about financial return 
and benefits employees received as part of an employment relation such as salary has become 
significant focus of attention for researchers and academicians now a days. In 1981, Lawler define 
salary as “all cash incentives and the fringes benefits mix that an employee from an organization”. 
Dessler (2007) expands the definition of salary as “financial returns and tangibles benefits employees 
received as part of an employment relation”. On the other hand, Heathfield, (2014) defined salary as “a 
fixed amount of money and compensation which is paid to an employee by an employer in return of 
work performed”. 
Literature related to salary and turnover intention highlighted that salary as one of the greatest 
significant components for turnover decision (Shahzad et al., 2008; Kim, 2005; Ovadje, 2009; Sattar & 
Ahmad, 2014). In this regard, majority of the previous literature revealed that when employees 
perceives better and equitable salaries within the organization, they are less likely to leave the 
organization (Liu, 2012; Kroon & Freese, 2013; A'yuninnisa & Saptato, 2015).  
Furthermore, in the context of Pakistan Sattar and Ahmad (2014) who claimed that salary has been 
major aspect of HRM in developing countries like Pakistan where employees are generally low paid 
with little remuneration growth and benefits. While Shahzad et al. (2008) reveled that salary of the 
faculty may be a best tool in retaining experienced and skilled faculty. However, organizations need to 
be aware that human resource practices, significantly salary, could create links, make better fits, and 
create greater potential sacrifices for employees who may be looking elsewhere for employment. In 
addition, Pakistan is one of the least developed countries, where 22.3 percent of people living below 
the poverty line. In this regard, the number of job openings is not that much as compared with the 
developed countries, high inflation rate that makes the living expenses so high. Therefore, the money 
matters in such situation. However, the perception of salary among faculty is negatively related to 
turnover intention. 
Therefore, this research proposed that salary is negatively associated to turnover intention, that is, 
higher the salary for workers, lesser the employee turnover for the organization. Based on the above 
discussed literature the recommended proposition is; 
Hypothesis 1: There is a negative relationship between salary and turnover intention. 
2.2 Performance Appraisal and Turnover Intention 
 
Another factor that is believed to have impact on turnover intention is performance appraisal which is 
viewed as an important mechanism for changing employees’ attitude and behaviors such as 
organizational commitment and turnover intention (Morrow, 2011). In 1962, Mincer initially defined 
performance appraisal as “the basic managerial function such as evaluation of employees’ performance 
periodically to improve the utilization of human resources within the organization”. Some other authors 
like, Tower (1996) defined performance appraisal as “systematic review of the performance of staff, 
on a written basis, at regular time intervals; and the holding of appraisal interviews at which staff have 
the opportunity to discuss performance issues past, present and future, on a one-to-one basis, usually 
with their immediate line manager” (citied from Zhazykpayeva, 2011). 
Process of evaluating the performance of employees, i.e. performance appraisal  is one of the most 
important issue due to its positive influences on development of the human capital resulting in higher 
performance, increased motivation and job satisfaction, whereas, neglecting those aspects would lead 
to negative effects which may increase voluntary employee turnover rate (Zhazykpayeva, 2011; Rubel 
& Kee, 2015). On the other hand, according to Al-shuaibi and Shamsudin, (2013) performance 
appraisal is vital tool of organizations for number of human resource development activities such as 
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enhance employee performance, access employees and develop their competence, help organization to 
identify high achievers, distribute reward such as merit pay, promotion, help to access the training 
needs for career development and also significantly to reduce employee turnover. 
In recent years, majority of the empirical studies have been undertaken to examine the direct 
relationship between performance appraisal and turnover intention. Different conclusions have been 
found in different researches for example; on the one hand researchers claimed that performance 
appraisal had negative effect on employee turnover intention which implies that when employees 
perceives their performance appraisal procedure along with other HR practices to be fair and just, their 
intention to leave the organization is minimized (Abdulkareem et al., 2015; Kadiresan et al., 2015; 
Rabiul & Kee, 2015; Yean & Yahya, 2013; Mustapha et al., 2013). Second, some of the studies claimed 
that when performance appraisal is based on politics and not fair then chances are maximized for 
employees’ intent to leave or switch the organization (Aziz et al., 2013; Poon, 2004; Salleh et al., 2013) 
Despite all the arguments that highlight the importance of performance appraisal on turnover intention, 
studies that relate these two variables are limited. Although, majority of the studies related to 
performance appraisal carried out in the western context and mainly focus banking sector, retailing 
sector, public sector which exclude Pakistani organizations particularly academia with different 
context. In addition, in higher education institution performance appraisal was ignored in the previous 
studies. So that’s why, current empirical study conducted in Asian context particularly in the Pakistani 
context as opposed to western context. 
Therefore, this research proposes that performance appraisal is negatively associated to turnover 
intention, that is, when employees perceives their performance appraisal procedure along with other 
HR practices to be fair and just, their intention to leave the organization is minimized. Based on the 
above discussed literature the recommended proposition is; 
Hypothesis 2: There is a negative relationship between performance appraisal and turnover intention. 
2.3 Training and development and Turnover Intention 
 
Training/development was acknowledged as one of the major components of human resource practices 
in the area of human resource management and has been defined as “An investment in acquisition of 
skill or in improvement of employee productivity” (Mincer, 1962). Similarly, most of the organizations 
invest in their employees in order to increase the productivity and skill which ultimately decrease their 
intent to leave the organization (Mincer, 1962). 
The relationship between training & development and turnover intention has received much more 
attention among academicians and researcher after Becker’s theory of investing in human capital by 
offering training programs which build skills and improve employee’s productivity. Many studies have 
been undertaken from different prospectives to investigate how and why training and development 
influence turnover intention for example human capital (Chun & Wang, 1995; Becker, 1962), social 
exchange (Eisenberger et al., 2001) and human resource prospective (Appleby et al., 2000). Many 
studies explore the link between training & development and turnover intention. For instance, 
according to Grace and Khalsa (2003) and Rosser (2004), the research on faculty turnover intention 
clearly shows a link between the training and turnover intention, whereas the study by Martin (2003) 
claimed that organization offers training to improve the competency and skills of existing employees 
to tackle the turnover issue in the organization.  
In the past, majority of the empirical studies have been undertaken to examine the direct relationship 
between training and development and turnover intention. Different conclusions have been found in 
previous researches for example; on the one hand researchers claimed that training and development 
had negative effect on employee turnover intention, which implies that when employees perceives 
better and good training programs for their career development within the organization, they are less 
likely to leave the organization (Abdulkareem et al., 2015; Chew & Chan, 2008; Dardar et al., 2012; 
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A'yuninnisa & Saptato, 2015; Yean & Yahya, 2013; Samuel & Chipunza, 2009; Juhdi et al., 2013). 
Second, some of the studies claimed that training leads to better skilled and productive employees who 
are more employable in other organizations, which implies that training & development had positive 
relationship with turnover intention (Cheng & Waldenberger, 2013; Verhees, 2012). Third some of the 
studies claimed that training and development had no significant effect on employee turnover 
intention(Mincer, 1988; Egan et al., 2004; Levine, 1993; Verhees, 2012). 
Despite all the arguments that highlight the importance of training & development on turnover 
intention, studies that relate these two variables are limited. Nevertheless, the literature has so far been 
focusing on training & development has two shortcomings. First, in past some of studies indicates 
inconsistency between the relationship of training & development and turnover intention. Second, 
scholars have traditionally focused on western organizations even though training and retention of 
employees presently highly needed by Pakistani organization particularly academia with different 
context. So that’s why, current empirical study conducted in Asian context particularly in the Pakistani 
context as opposed to western context. Because Pakistan faces a severe shortage of qualified employees 
especially in higher education which is harmful of its economic growth. On the other hand, gone is the 
fantasy, attached with the public sector due to the lack of permanent opportunities and short time 
projects which ultimately increased the rates of un-employment.  During the course of last one decade, 
private sector in Pakistan has grown to its maximum utility due to better compensation and benefits, 
training &development programs and career growth.  This chaos and saturation in public sector has 
increased the employment rate in private sector. According to Pakistan Labor Force Survey, (2013-
2014) by Amin, 60 percent individuals working in private sector and 40 percent were working in public 
sector. Other than that, employment opportunities are not covering the Growing population size of 
Pakistan comprised of total population of 19 billion. Other than that, there is strong evidence that most 
training practices and programs comes from west and don’t meet the expectation and need in Pakistani 
context due to cultural differences. 
So based on the social exchange theory and majority of previous literature this study proposed that 
there would be negative relationship between training and development and turnover intention. This 
infers that when employees perceive better and good training programs for their career development 
within the organization, they are less likely to leave the organization.   
Hypothesis 3: There is a negative relationship between training & development and turnover intention. 
2.4 Career growth and Turnover Intention 
 
Career growth has been defined as “the degree of professional upward mobility within the organization” 
(Weng & Hu, 2009). In accordance to Price (2001) career growth and development carries satisfaction 
between the employees and decreases their intent of leaving the organization.  
In this regard, career management is a practice whereby organizations provide career counseling, 
training, mentoring, career paths, and career planning workshops to their employees (Schnake et al., 
2007). Studies that link career management and turnover intention are not many (e.g. Guan et al., 2015; 
Schnake, et al., 2007), but all of them agree that turnover intention is less among employees who work 
for organizations that are perceived to help employees with career management.  Career management 
practices is important because it argued that employees are very much concerned about their possibility 
of career growth whether in the organizations they are currently working for or in other organizations 
(Karavardar, 2014). Furthermore Karavardar (2014) also argued that to retain employees, organization 
should focus on career growth and career concerns policies that could create psychological contract 
with its employees.  As such, employees who expect progress and growth in their career will ultimately 
stay longer in the organization, which means turnover intention will become less.  
Nonetheless, before it can be safely concluded that career management practices could indeed be 
beneficial to reduce turnover intention among employees, there is a need to determine whether 
employees turnover intention are affected by their career growth and Career concern or not. Currently 
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available research that relate career growth to turnover intention a quite a few, and some of them is the 
study by Nouri and Parker (2013), Weng and Hu (2009), Weng and McElroy (2012), Karavardar, 
(2014).  Weng and Hu (2009) suggested that the professional growth of employees could be captivated 
by four dimensions: career goal progress, professional ability development, promotion speed, and 
remuneration growth. This multidimensional conceptualization means that career growth is 
simultaneously a feature of employee efforts on making progress toward their career objectives and the 
acquiring new skills and the organization's efforts rewarding these efforts, by promotions and salary 
increases. 
Moreover, in accordance with the social exchange theory (Blau, 1964) it assumed that encouraged and 
promoted employees feel appreciated through the organization is most likely to reimburse the 
organization by his or her commitment and contribution towards the organization and less likely to 
leave the organization. Therefore, based on the social exchange theory and majority of previous 
literature this study proposed that there would be a negative relationship between career growth and 
turnover intention. This infers that employees who seek to get proper remuneration and promotion 
growth in their organizations will ultimately make it less likely their employees think about leaving 
their jobs.  
Hypothesis 4: There is a negative relationship between career growth (career goal progress, 
professional ability development, promotion speed, and remuneration growth) and turnover intention. 
2.5 Organizational commitment as Mediator 
 
The current research extends previous literature by examining organizational commitment as an 
important mechanism by which human resource practices and its various functions such as salary, 
performance appraisal, training and development and career management practices like career growth 
could be associated with employee’s turnover intention. Organizational Commitment (OC) has long 
been acknowledged as the key variable in the working relationship that has also been widely accepted 
the way to decrease volunteer turnover by enhancing employee organization commitment (Raihan, 
2012). Within the organizational settings, organizational commitment might be defined as “the 
psychological attachment felt by the employee for the organization or psychological state of mind 
which binds the individual to the organization” (Allen & Meyer, 1990). Additionally, Rabiul et al. 
(2015) and Karavardar, (2014) claimed that organizational commitment had negative influence on 
employee turnover intention, which means that i.e. the higher the organizational commitment the 
lowers the intention to leave the organization. Likewise, this result is also correlated with other studies 
which found that employees with higher level of commitment tend to report lower intention to leave 
the organization (Lee & Huang, 2012; Raihan, 2012; Weng & McElroy, 2012). While Raihan (2012) 
claimed that organizational commitment significantly influence faculty turnover intention, which 
means that faculty members wanted to remain with organization because they need to maintain benefits 
they derived from their organizations. Majority of the Literature related to organizational commitment 
and turnover intention highlighted that organizational commitment has negative relationship with 
employee turnover intention such as (Lee & Huang, 2012; Raihan, 2012; Weng & McElroy, 2012; 
Rabiul et al., 2015). Therefore, from the supported previous literature, it can conclude that 
organizational commitment is one of the strongest and imperative predictor of employee turnover 
intention. Thus following relationship can be proposed. 
 Hypothesis 5: There is a negative relationship between organizational commitment and turnover 
intention. 
The significant role of commitment as a mediating variable on the relationship between salary, 
performance appraisal, training and development and career management practices like career growth 
and employee’s turnover intention can be supported by social exchange theory (Blau, 1964), which 
postulates that employees’ attitudes and behaviors’ are substantially influenced by perceptions of 
organizational commitment. Hence, based on social exchange theory, it is suggested that when 
M. S. Nawaz and F. Pangil / Management Science Letters 6 (2016) 
 
163
individuals perceived that they are in a good social exchange relationship with their organizations, they 
are less likely to quit their jobs. Furthermore, when individuals developed positive perception in terms 
of salary, performance appraisal, training and development and career growth, they will reciprocate by 
remaining on their present job (Abdulkareem et al., 2015).  
Organizational commitment as a mediating variable on the relationship between salary, performance 
appraisal, training and development and career management practices like career growth and 
employee’s turnover intention, was supported by recent studies. Like, empirical studies have 
demonstrated that the relationship between salary and turnover intention were mediated by 
organizational commitment, if employees perceived higher, attractive and equitable internal salary 
system within the organization, they would stay in organizations and the chance to quit the organization 
could be minimized (Vandenberghe & Tremblay, 2008; Kantor, 2013; Si & Li, 2012; N, Rizqi, 2015 ). 
On the other hand, importance of organizational commitment on the relationship between performance 
appraisal and employee turnover intention was supported by recent empirical studies, like study 
conducted by Rabiul et al., (2015), who claimed that commitment of employees will enhance if they 
find fair and well deigned performance system. Likewise, some other studies which found that fairness 
and just in performance appraisal strengthen the feelings of employees the organization, this 
psychological experience of performance appraisal system leads employees to be more committed to 
the organization and limit their thinking of switching or quitting the job (Ikramullah et al., 2012; Lau 
& Moser, 2008). 
Furthermore, career management practices is important because it argued that employees are very much 
concerned about their possibility of career growth (Karavardar, 2014). Furthermore Karavardar (2014) 
also argued that to retain employees, organization should focus on career growth and career concerns 
policies that could create psychological contract with its employees.  As such, employees who expect 
progress and growth in their career will ultimately stay longer in their organizations, which means 
turnover intention will become less. Likewise, Weng and Hu, (2009) and Weng and McElroy, (2012) 
conducted empirical studies on career growth and their influence on occupational commitment and 
turnover intentions.  According to their research, they argued that career growth was negatively 
associated with intention and also found occupational commitment as partial mediator on the 
relationship. Furthermore, Hess et al. (2012) argued that turnover intention is less among employees 
who work for organizations that are perceived to help employees with career management. According 
to literature summary, it can be concluded that, when organizations provide career opportunities to their 
employees, by awarding internal promotions and remuneration to improve their professional skills and 
career goal progress, these employees are more ready to reciprocate by moral obligation to their 
organizations and think less to leave the organization. Hence, based on social exchange theory, it is 
suggested that when individuals perceived that they are in a good social exchange relationship with 
their organizations, they are less likely to quit their jobs. Furthermore, when individuals developed 
positive perception in terms of salary, performance appraisal, training and development and career 
growth, they will reciprocate by moral obligation to their organization and think less to leave the 
organization. So based on the social exchange theory and majority of previous literature this study 
proposed that organizational commitment mediates the relationships among salary, performance 
appraisal, training and development and career management practices like career growth and 
employee’s turnover intention. 
Hypothesis 6: The relationship between salary and turnover intention is mediated by organizational 
commitment. 
Hypothesis 7: The relationship between performance appraisal and turnover intention is mediated by 
organizational commitment. 




Hypothesis 9: The relationship between career growth (career goal progress, professional ability 
development, promotion speed, and remuneration growth) and turnover intention is mediated by 
organizational commitment. 
3 Methodology 
3.1 Research Respondents 
The respondents for this study are full-time faculty members working at various private universities, 
mainly located in Punjab and Khyber Pakhtunkhwa Pakistan. According to Educational Statistics of 
Pakistan (2013-2014) report, there are 64 private universities established countrywide. However, only 
32 private universities located in the Punjab and Khyber Pakhtunkhwa were selected for the present 
study by employing cluster sampling technique. There are about 7912 faculty members working as full-
time in these 32 private universities, and represent the total population of the study.  
Table 1  
Demographic Profile of Response 
Demography Description No. of Responses % 
Gender Male 160 59.3 
 Female 110 40.7 
Marital Status Married 132 48.9 
 Not Married 130 48.1 
 Divorced 8 2.6 
Age Less than 30 Year 144 53.3 
 30-40 Year 81 30.0 
 41-50 Year 36 13.3 
 More than 50 Year 9 3.3 
Present Position Lecturer 157 58.1 
 Senior Lecturer 47 17.4 
 Assistant Professor 52 19.3 
 Associate Professor 7 2.6 
 Professor 7 2.6 
Working Experience Less than 1-Year 68 25.2 
 1-3 Year 94 34.8 
 4-6 Year 61 22.6 
 7-10 Year 34 12.6 
 More than 10-Year 13 4.8 
Qualification Master or Equivalent 208 77.0 
  PhD or Equivalent 62 23.0 
 
In determining an appropriate sample which could produce a reliable results for the study, Hair et al, 
(2011) suggested that good sample size for statistical analysis at least 10-20 times more than variables 
is needed. Additionally, Hair et al. (2011; 2014) recommended that minimum sample size for PLS 
analysis is about 220 respondents. Hence, a total of 550 questionnaires were personally distributed to 
the full time permanent faculty member of universities to ensure enough data can be collected for 
analysis. Out of 550, 53% of the questionnaires were returned. However, only 270 questionnaires were 
usable for further analysis, while 24 of them were rejected because the major part of the questionnaire 
was left as blank. The distribution and collection of questionnaires were carried out in period of five 
months from November, 2014 to March, 2015. Table 1 shows the demographic profile of the 270 
respondents of this study. In summary, the majority of the respondents are less than 30 years (54%), 
are male (59.3%), are married (49%), are equipped with Master degree (77%), have work experience 
1-3 year (35%), and holding Lecturer position in the organization (58%). 
3.2 Measurement 
 
The scales used to measure all variables included in this study have been adapted from the previous 
researchers with appropriate modification that is suitable for the sample. The survey questionnaires 
were consisting of mainly two components. First component comprised of several Likert-type scale 
items, and the second component described the demographic information of the faculty members (the 
respondents) of this study. The Likert scale is designed to examine how strongly the respondents agree 
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or disagree with a certain statement (Sekaran, 2006). The purpose of a 7-point Likert scale was to offer 
respondents more options/choice and better capture variability in their attitudes and feelings (Hinkin, 
1995). To measure salary, 5- items scale by Tessema and Soeters, (2006) was adapted. Likewise, to 
measure training & development, 3- items scale by Delery and Doty, (1996) was adapted. Similarly, 
performance appraisal was measured with 3-items scale by Chang, (2005) was adapted. Moreover, for 
career growth (career goal progress, professional ability development, promotion speed, and 
remuneration growth) a 15 items scale by Weng and Hu (2009) was employed. Organizational 
commitment a 6-items scale by Gould-Williams and Davies, (2005) was employed. Lastly, turnover 
intention was measured with 5 items used by Wayne et al. (1997) and Lum et al. (1998). 
 
4. Data Analysis and Results 
 
4.1 Assessment of the Measurement Model 
  
In model evaluation, the measurement model was undertook to insure about the model validity and 
reliability. Based on partial least square structural equation modeling, the assessment of measurement 
model was examined by using SmartPLS 2.0 (Ringle et al., 2005). To determine the measurement 
model convergent validity, discriminant validity and reliability of the measurement of construct have 
been examined.  
Table 2  
Results of Measurement Model 
Construct Item Loadings Cronbachs Composite  Average Variance 
Career goal progress (CGP) CGP1 0.725 0.638 0.805 0.579
  CGP3 0.754
  CGP4 0.801
Professional ability development (PAD) PAD3 0.928 0.819 0.917 0.847
  PAD4 0.913
 PS1 0.693 0.644 0.789 0.556
 Promotion speed (PS) PS2 0.703
  PS3 0.833
Remuneration growth (RG) RG1 0.874 0.740 0.885 0.793
 RG2 0.907
 OC1 0.760 0.886 0.917 0.690
  OC3 0.838
Organizational commitment OC4 0.883
  OC5 0.871
  OC6 0.794
 PA1 0.946 0.838 0.906 0.766
Performance appraisal  PA2 0.715
  PA3 0.945
 SA2 0.871 0.779 0.871 0.692
Salary  SA3 0.777
  SA4 0.845
 TD1 0.771 0.633 0.803 0.576
Training and development TD2 0.717
  TD4 0.787
 TI1 0.842 0.800 0.862 0.559
  TI2 0.645
Turnover intention  TI3 0.792
 TI4 0.673
  TI5 0.767  
 
Before determining the convergent validity, the researcher examined loading and cross loadings of all 
items of the study variables to point out any problem which serve as a pre requisite for measurement 
model. As argues by Hair et al. (2010;14) convergent validity is obtained when the factor loading of all 
the items higher than 0.5 and no loading of any item from other construct have higher loading than the 
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one which think to measure. Regarding this study concerned out of 37 items 29 items have their loading 
above than 0.5 as shown Table 2. Table 2 demonstrated Cronbachs alpha, composite reliability and 
average variance extracted (AVE) values of all constructs. According to (Fornell & Larcker, 1981; Hair 
et al., 2014) the composite reliability should be accepted at least 0.70 and AVE should be at 0.50. As 
shown in the Table 2, all the constructs have high reliability and their average variance extracted (AVE) 
is greater than cut off point of 0.50 which is indication of reliability of the measurement model. This 
study calculated Cronbachs Alpha to find out internal consistency of the data. According to (George & 
Mallery, 2003) which provide the rule of for deciding the value alpha; “α> 0.9- Excellent, α< 0.8- 
Good, α< 0.7- Acceptable. As for as this study concerned Table 2 indicates that all constructs have 
Cronbachs Alpha value more than 0.6. So this is the indication of all the variables in the study have 
good consistency.  
Discriminant validity was conducted to assure the external consistency of the model, based on the 
correlation between the latent variables the constructs were compared with square root of AVEs. As 
shown in Table 3 all the correlations between the constructs are lower than square root averages (AVEs) 
of which are bolded in diagonal. 
Table 3  
Discriminent validity of the Variables 
  CGP PAD PS RG OC PA SA TD TI
CGP 0.760872    
PAD 0.527294 0.920206   
PS 0.498217 0.644359 0.745704  
RG 0.638637 0.332485 0.34501 0.890567  
OC 0.107407 0.258786 0.441196 0.242109 0.830399  
PA 0.16752 0.225361 0.161462 0.149231 0.164141 0.875089   
SA 0.30528 0.118302 0.300039 0.27991 0.238123 0.164388 0.832079  
TD -0.28925 -0.22696 -0.30473 -0.3374 -0.19762 -0.17686 -0.53777 0.75906 
TI -0.36932 -0.38785 -0.50724 -0.4117 -0.36018 -0.30093 -0.36487 0.368121 0.74756
 
4.2 Assessment of Structural Model Direct Relationships 
After accessing the measurement model, the structural model was assessed by using SmartPLS 2.0. To 
assess the structural model hypothesis testing with path coefficient and T-value, effect size and 
predictive relevance of the model were examined. 
4.2.1 Direct Hypothesis Testing 
In PLS, structure model gives inner modeling analysis of the direct relationship among the constructs 
of the study and their t-values as for as path coefficients. As argued by Henseler et al. (2009), the path 
coefficient is the same like standardized beta coefficient and regression analysis. Where beta values of 
the coefficient of the regression and t-values are examined to decide on the significance. Following the 
rule of thumb by Hair et al., (2014), Boostraping method was performed (with 500 sampling iterations 
for 270 cases / observations) to obtain beta values of the coefficient of the regression and t-values which 
greater than 1.64 is considered to be as significant, which is further used for making decisions on the 
purposed hypothesis.  
The basic purpose of this study is to focus on model evaluation with examination of direct relationships 
and secondly to test the hypothesized relationships among the constructs through structural model. In 
this study fifteen (15) hypotheses which have direct relationships were tested, out of fifteen (15) ten 
(10) were proven to be supported and five (5) were not supported. Fig.1. explain the direct effect of 
every latent variable on the dependent variable.  




Fig.1. Measurement Model of the Study 
Table 4 illustrates that all hypotheses that were supported and accepted have t-value greater than 1.64 
and the hypotheses which are rejected had t-value less than 1.64. Fig.1. was fully explained in Table 4 
which shows the effect of all constructs on dependent variable turnover intention. The R-square value 
which derived from the output of PLS shows that all the constructs put together have tendency of 
influencing 43% of the changes independent variable.  
Table 4  
Summary of Direct Hypothesis Testing 
NO Hypothesized Path Path Standard T Value Findings 
1 CGP -> OC -0.330 0.083 4.190 Supported 
2 CGP -> TI 0.041 0.076 0.597  Not supported
3 PAD -> OC 0.028 0.070 0.442  Not supported
4 PAD  -> TI -0.025 0.076 0.263  Not supported
5 PS -> OC 0.463 0.070 6.601 Supported 
6 PS  -> TI -0.223 0.082 2.875 Supported 
7 RG -> OC 0.239 0.077 3.284 Supported 
8 RG  -> TI -0.186 0.065 2.942 Supported 
9 OC -> TI -0.126 0.054 2.366 Supported 
10 PA -> OC 0.083 0.052 1.655 Supported 
11 PA -> TI -0.138 0.048 2.909 Supported 
12 SA -> OC 0.128 0.064 1.996 Supported 
13 SA -> TI -0.140 0.054 2.645 Supported 
14 TD -> OC 0.016 0.067 0.268  Not supported
15 TD -> TI 0.077204 0.056962 1.2774  Not supported
 ***:P<0.001; **:P<0.01,* :P<0.05     
   
4.2.2 Effect size  
 
The effect size signifies the relative effect of a specific exogenous latent variable on endogenous latent 
variable(s) by indicating change in the R-squared (Chin, 1998; Hair et al., 2014). It is determined as 
the increase in R-squared of the latent variable to which the path is associated, relative to the latent 
variable’s proportion of unexplained variance (Chin, 1998; Hair et al., 2014). Therefore the effect size 
could be depicted using the following formula (Cohen, 1988; Callaghan et al., 2007): 
2 2











Cohen (1988) explains f2 values of 0.02, 0.15 and 0.35 as having weak, moderate, strong effects 
respectively. Table 5 demonstrates the particular effect sizes of the latent variables of the structural 
model. 
Table 5 
Effect size of Latent Variables 
R-squared Included Excluded f-squared Effect size 
SA -> TI 0.428 0.397 0.054 Small
PA -> TI 0.428 0.393 0.061 Small
TD -> TI 0.428 0.409 0.033 Small
CG -> TI 0.428 0.309 0.208 Medium
OC -> TI 0.428 0.413 0.026 Small
 
As mentioned in Table 5, the effect sizes for salary, performance appraisal, training and development, 
career growth and organizational commitment on turnover intention, were 0.05, 0.06, 0.03, 0.20 and 
0.02, respectively. Therefore, following Cohen’s (1988) guideline, the effects sizes of these exogenous 
latent variables on turnover intention could be viewed as small, small, small, medium and small, 
respectively. In line with the argument of Chin et al. (2003), who emphasis that even the minutest 
strength of f2 might be considered because, they can affect the dependent variable in their own way. 
1.1 Structural Model with Mediation  
Re-sampling mediation technique (bootstrapping) was used by researchers to test the indirect effect of 
each potential variable. Likewise, majority of the researcher revealed that Bootstrapping a non-
parametric re-sampling procedure was getting more attention for prospective researcher because this is 
one of the most rigorous and powerful procedure for testing the mediation effect (Hayes, 2009; Zhao 
et al., 2010). According to Hair et al. (2014) this bootstrapping for mediation analysis is said to be best 
suited for PLS-SEM because it can be applied to small sample size. In line with suggestion of Hair et 
al. (2014) when testing the mediation effects, the researchers must follow Preacher and Hayes (2004: 
2008) and bootstrap the sampling distribution of the indirect effects that work for simple and multiple 
models. Current study tested the effect of organizational commitment as mediating variable with 
SmartPLS 2.0 M3 (Ringle et al., 2005) using the bootstrapping with re-sample of 500 and model 
displayed the t-values.  
 
Fig. 2. The indirect effect of OC 
From the structural model assessment of this study, it was found that out of all study variables included 
in the structural model only salary, performance appraisal and three dimension of career growth names 
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as career goal progress, promotion speed and remuneration growth were significantly associated with 
organizational commitment and turnover intention. 
Table 6 shows the results of mediation effect of organizational commitment on the relationships 
between independent variable and dependent variable.  
Table 6  
Test of Mediation of Organizational Commitment 
NO CGP> OC > PAD> OC > PS > OC > TI RG > OC > SA > OC > PA> OC > TI
a*b 0.055 -0.008 -0.064 -0.037 -0.011 -0.02
STDVA 0.020 0.008 0.029 0.015 0.007 0.01
T-VALUE 2.71 0.99 2.19 2.41 1.52 1.95
P-VALUE 0.003 0.162 0.014 0.008 0.065 0.026
 
Table 6 shows that four out of six variables indicate mediation including career goal progress with t-
value of 2.71, promotion speed with t-value of 2.19, remuneration growth with t-value 2.41, 
performance appraisal (PA) with t-value of 1.95, which indicates partial mediation and significant 
except Salary (SA) which become insignificant and week after including organizational commitment 
as mediator on the relationship between salary and turnover intention. 
4.3 Predictive Relevance of the Model 
 
This study further uses the blindfolding procedure to test the predictive relevance of the model. 
Blindfolding procedure was undertaken to assess the predictive capacity of the model. Predictive 
relevance is denoted by Q2. According to Hair et al. (2014) Q value is obtained by using the 
blindfolding to assess the parameter estimates and also assess how values are built around the model. 
The results were retrieved from the blindfolding output of PLS through the variable score out of which 
cross validated redundancy extracted. These cross validated redundancy analyzes the capacity of the 
model to predict the endogenous variables and also explains the quality of the model. Table 7 shows 
the construct cross validated redundancy. The Table 7 shows that in column four (4), Q2 shows the 
predictive relevance of 0.23 for the TI (Turnover intention) and 0.188 for OC (organizational 
commitment) which shows that this model have predictive relevance. 
Table 7  
Result of predictive Relevance of the Model 
Total        SSO        SSE 1-SSE/SSO 
   OC 1510 1225.024 0.1887 
   TI 1510 1160.662 0.2313 
 
5. Discussion and Conclusion 
 
In general the first main purpose of this study was to examine the relationships between human resource 
development factors such as salary, performance appraisal, training and development and the four 
dimensions of career growth with employees’ turnover intention. The results of the statistical analysis 
provide some evidences that two human resource development factors e.g. salary and performance 
appraisal influenced on turnover intention except training & development. Other than that, out of four 
dimensions of career growth, only promotion speed and remuneration growth had significant 
relationships with turnover intention. Hence, human resource development and career related factors 
had some bearing on employees’ decisions to leave their organizations, and these factors must be 
examined more closely. 
Hence, based on statistical result, this paper concluded that if employees perceived higher salaries, fair 
and just appraisal system and high career growth within the organizations, they become positively 
attached with organization and chances to quit the organization could be reduced. So, it is the strong 
support from the findings of this study that salary, performance appraisal and career management 
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practices such as career growth absolutely influence on turnover intention. It also indicates that failure 
to implement these factors might be one of the reasons organizations were not much more successful 
in reducing employee turnover. 
Unfortunately, in terms of human resource development factor, the finding of current study indicated 
that training and development did not have a significant impact on turnover intention and organizational 
commitment which was in contrast to some previous researches which showed that training and 
development had a significant, negative effect on turnover intention and significant, positive effect on 
organizational commitment of employees. Hence, there are some studies which support the finding of 
current study, which claimed that training and development had no significant effect on employee 
turnover intention as well as organizational commitment for example, Verhees, (2012) which implies 
that training could also lead to more turnover intentions because better skilled employees are more 
employable in other institutions. Likewise, in relation to career growth dimensions, the findings of this 
paper show that goal progress, and professional ability development did not have a significant impact 
on turnover intention and organizational commitment. It would be expected that if the organization has 
provided an employee with a good or high position within that organization (i.e. an indicator of career 
progression), one would be loyal to that organization and have less intention to leave. The finding of 
this study does not confirm this premise. It seemed that even though one has already been given a 
promotion, if one is offered a better position in another organization, it is not known whether he/she 
will stay or leave the organization. Providing employees with the opportunity to develop their abilities 
also cannot guarantee that they would have less intention to leave the organization. 
After direct relationship, another objective of this study is to analyze the mediating role of 
organizational commitment in the relationship between salary, performance appraisal and four 
dimensions of career growth (career goal progress, professional ability development, promotion speed 
and remuneration growth) and turnover intention. 
In testing the mediation effect of organizational commitment on the relationship between salary and 
faculty turnover intention, the result indicated that if faculty perceived higher, attractive and equitable 
internal salary system within the organization, they would become positively attached with 
organization and the chances for quitting the organization will be minimized. The findings of this study 
does align with previous studies conducted, which means that the relationship between salary and 
organizational commitment is reduced when organizational commitment in taken into account 
(Vandenberghe & Tremblay, 2008; Kantor, 2013; Si & Li, 2012; Rizqi, 2015 ). 
Additionally, the findings also explained the importance of organizational commitment on the 
relationship between performance appraisal and faculty turnover intention. The result indicated the 
relationship between performance appraisal and faculty turnover intention was partially mediated by 
organizational commitment. This implies that, if faculty perceived organization following standardized, 
fair and effective procedures for appraising within the organization, they would be positively attached 
with organization and the chances of quitting the organization would be minimized. The result of this 
study is consistent with empirical study conducted by Rubel and Kee, (2015) who claimed that 
commitment of employees would have enhanced if they had found fair and well deigned performance 
system. 
Furthermore, in testing the mediation effect of organizational commitment on the relationship between 
four dimensions of career growth and faculty turnover intention, the result of this study indicates that 
the relationship between relationship between career growth (career goal progress, promotion speed 
and remuneration growth) and faculty turnover has been partially mediated by organizational 
commitment. This implies that if faculty perceived promotion speed in the present institution is fast, 
probability of being promoted is high as compared with colleagues and also perceived growth in 
salaries, they are positively committed and attached with organization ultimately they would less likely 
to leave the organization.  
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6. Practical Implications 
Application of this suggested model may enlarge the managers and organizations understanding of 
employee retention strategy. Based on this study and past literature, salary, performance appraisal and 
career management practices, which includes career growth (promotion speed and remuneration 
growth) were found to be a good predictor of turnover intention. Thus, management focus on these 
factors should be high, particularly in this crucial time. Other than that, this paper indicates that career 
management practices are a practical part of techniques that should be viewed by managers seeking to 
build a committed workforce. It may be specifically beneficial in that several commitment improving 
techniques have been instructed toward beginners rather than longer-term employees. Career 
management is a practice whereby organizations provide career counseling, training, mentoring, career 
paths, and career planning workshops to their employees. To overcome employee turnover issue, 
organization should focus on career growth policies that could create psychological contract with its 
employees.  As such, employees who expect progress and growth in their career will ultimately stay 












Fig. 3. Conceptual Framework 
  
Other than that, organizations should focus and retain their best performers and also be aware of 
attractive job alternatives attracting to their valued employees. Organizations should focus on two 
issues: a retention strategy which includes pro career building and anti-career blocking which focuses 
on career management practices at one end and removal of career blockage on the other hand might 
have some effects. Further, this study provides recommendation for organization top management to 
introduce career development programs for accommodating employee’s career needs and also provide 
career growth opportunities to satisfy their expectations. This argument would also increase the 
awareness of top management on issue regarding the career growth and Career concerns of employees 
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7. Limitation and Future Direction 
 
The statistical results of this study would be discussed in light of possible limitations. First, in this study 
researcher decided to include salary, performance appraisal, training and development and career 
management practices such as career growth. Future research should look for exploring other career 
management practices such as career concerns, career commitment as intervening variables that 
influenced the turnover intention of employees. Second, career management practices might be relevant 
for all employees in universities; this population includes only permanent lecturers that are reasonable 
sample for testing hypothesis of this study. Furthermore, this study has been taken only in one country 
(Pakistan) therefore, the result may not be applicable in another Asian countries. 
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